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This, the fourth edition of Diversity in Organiza- 
tions, was written in a time of significant focus on 
diversity-related societal, and thus individual and or- 
ganizational, trauma and upheaval. As we write the 
preface for this edition, we are in the second year of 
the COVID-19 pandemic. In the United States, Black, 

Latino, and Native Americans were more likely to 
contract and die from COVID, further clarifying 
some of the many race-based life-threatening dispari- 
ties in the country 

This global, deadly disease has spread to virtu- 
ally all corners of the world, and, at the time of writ- 
ing, there have been nearly 167 million cases and 
about 3.5 million deaths worldwide. These numbers 
are continuing to rise, as most countries are still bat- 
ting surges in cases, struggling to distribute vaccin 
amid resistance to vaccination from some, and fac: 

ing variants that may be resistant to the measures 
taken to fight the di 

During the same timeframe, the public murder 
of George Floyd, an unarmed Black man, by a White 
male police officer while three other officers did not 

stop it and prevented bystanders from interveni 
roiled Minneapolis, the nation, and much of the 
world. Floyd’s murder, coupled with Ahmaud 
Arbery’s videotaped murder by a White father and 
son who claimed he looked suspicious as he jogged 
in a Georgia neighborhood, and Breonna Taylor's 
execution by Kentucky law enforcement executing a 
“no knock” warrant, awakened many to the stark 
differences between African Americans’ and other 
people’s daily lives in the United States. 

Floyd's horrific death, the $27 million settlement 
to his family, and the spectacle of the police officer’s 
trial, which included attempts to villainize Floyd and 
justify his having been unjustifiably murdered in the 
street, were concurrently appalling and galvanizing 
The subsequent homicide of 20-year old Daunte 
‘Wright, also by a Minnesota police officer, soon 

        

  

    

  

     

        

   

  

  

    
  

    
   

    

     
"Thiessen, M. (2021, April 16). “Alaska De 
smarriage-courts-899c43cd24/890454f153204e9c06f26, accessed 4/16/2021 

  

  
  

   after the settlement and during the trial, re- 
emphasized that there is still monumental work to 
be done. During the same period, Asian Americans 
were targeted in hate crimes, harassment, and bully 
ing in public settings. Although many believed such 
acts were new and related solely to COVID-19, anti- 

Asian sentiment has long existed in the United 
States. These hate incidents and crimes were perpe- 
trated by diverse people, including members of some 
minority groups. The model minority myth and the 
complexity of inter-ethnic stereotyping and violence 
contribute to hostility toward Asians from White: 
who may think they're too successful, and to antipa- 
thy and lack of solidarity among minority group 
members. As well, Asians’ distrust and stereotyping 
of and hostility toward some minority group mem- 
bers contributes to the lack of solidarity with other 

minorities 

  

   

  

  

mples and other heart 
wrenching evidence of the continued need for 
diversity studies, since the first edition of Diversity in 
Organizations was written (2005), considerable 
progress has occurred. Barack Obama, a Black man, 
was elected President of the United States in 2008 
and re-elected in 2012. Kamala Harris, a woman of 
Black and Asian heritage, was elected Vice-President 
in 2020, inspiring women and people of color world- 
wide. Laws prohibiting same-sex marriage were 
overturned by the U.S. Supreme Court in 2015, al- 

though in at least one state, government entities con- 
tinued to refuse to recognize such marriages for 
years afterward.! In the aftermath of George Floyd’s 
murder, disgust, public outcry, and continued, dili- 
gent work of the Black Lives Matter Movement, 
many organizations began or significantly increased 
their diversity and inclusion efforts. Although some 
of such efforts may be performative, some organiza- 
tions allotted significant financial and other re- 
sources and risked boycotts to help bring about 
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substantive, overdue change. For example, Apple 
launched a Racial Equity and Justice Initiative with a 
$100 million commitment to “challenge the systemic 
barriers to opportunity and dignity that exist for 
communities of color, and particularly for the black 

In its efforts to advance racial equity, 
‘Target pledged to spend more than $2 billion with 
Black-owned businesses by 2025.} Financial pres- 
sures resulted in multiple sporting organizations 
agreeing to long overdue name and mascot changes 
that denigrated Native Americans, despite threats to 
boycott teams from fans, In response to a new voting 
law in Georgia that disproportionately affected mi- 
nority communities, Major League Baseball moved 
the 2021 All-Star game, a significant financial draw, 
from the state.‘ This move is contrasted with MLB’s 
decision not to move the 2010 All-Star game whi 
Arizona passed a law that would allow law enforc 
ment to ask anyone for their “papers, please,” appar- 
ently targeting undocumented Latinos and those 
who failed to report them.’ As the deliberate deci- 
sions of the MLB, Target, Apple, and many others 
suggest, many organizations and individuals are now 
more aware of and actively supportive of increased 
diversity, equity, and inclusion. This support counters 
the overt resistance and barriers to widespread, cot 
structive change from many other sources. These 
continued barriers, resistance, hate, and hostility 
make efforts to educate and change attitudes, beliefs, 
and behaviors even more critical. When attitudes 
and beliefs remain unchanged, organizations can 
nonetheless control and affect behaviors. In addition, 
changing demographics and activism from the popu- 
lation continue to contribute to change, even amid 
strong resistar 

   

    

  

                    

    

  

Changes to This Edition 

This edition continues with the research- and data- 
based foundation of previous editions and includes 
references to hundreds of seminal to new articles 
drawn from communication and media studies, erimi- 
nal justice, economics, education, health, management, 

2 Mihaleik, 

    

11). “Apple CEO Tim Cook Announces $100 Million Racial Equity 

and psychology. Data from the U.S. Census Bureau, 
Department of Justice (DOJ), Department of Labor, 
and Equal Employment Opportunity Commission 
(EEOC) bolster empirical research, with the DOJ and 
EEOC providing evidence of people's continued expe- 
riences with discrimination and harassment at work 
or while secking work. This edition includes a general 
updating of employment, population, and educational 
data in each chapter, new legislation and court cases, 
and considerable new research. Other key changes 
include: 

      

© “Quotable” features, which include noteworthy 
quotes from research, attorneys, Chief Dive 
sity Officers, researchers, or others in every 
chapter. 

© A section on diversity careers, including preva- 
ence of such jobs and skills required. 

© Interviews of five people doing diversity work, 
from entry-level positions in Human Resources 
with diversity responsibility, to Vice-President of 
Diversity, Equity, and Inclusion. 

© Discussions of equity, intersectionality, and struc- 
tural and systemic racism. 

© Sections on diversity, equity, and inclusion (DEI) 
in media organizations and ways media shapes 
perceptions relevant to DEI. 
Expanded discussion of privilege as sources of 
nearned and often unacknowledged advantages 

and disadvantages related to race, religion, sex, 
sexual orientation, and other areas. 

© Examples of real organizations’ and leaders’ 
diversity- and social justice efforts. 

© Inclusion of information on Dominicans, the fifth 
largest Latino population group in the United 
States. 

    

   

    

   

      

     

   

     

© Expanded data and research on sexual ori 
tion and gender identity and expression 
glossary of related term 

© Discussion of ableism, including contemporary 
forms and internalized ableism. 

© An Appendix including Diversity in Practice 
mini-cases with questions to consider for applied 
learning. 

nta- 
nda 
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to invest in others, without expectation of reward, 
is truly inspiring. We truly appreciate Drs. Daphne 
Berry and Iris Johnson, Philisa Stanford, Stephen 

Bell, Dan Chen, Jason Lambert, Ifeyimika Ogunyomi, 
Naomi Samuel, Shona Smith, and Marla White for 
sharing articles, discussing ideas, and providing 
emotional, social, and heart support. UT-Arlington 
Business Dean Harry Dombroski’s vision of what 
could be accomplished and boldness to pursue it are 
worth internalizing and modeling. Thank you, Harry. 
We are tremendously grateful to Earnest Bell for his 
continuing support and positive outlook and to Josh 
for so much love, kindness, and wisdom 

We thank Cengage and its affiliates, who helped 
see this and previous editions to fruition. We're 
thrilled that Jenny Ziegler returned to the Diversity 
in Organizations team and appreciate Patricia Daly’s 
keen editing insights and Sibasis Pradhan’s patient 
help with the entire process. Lastly, we are especially 
grateful to God for the tools, courage, and privilege 
to do this work and the certainty that it matters 
Isaiah 65:24. 
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Introduction 

Pe CumeLy te ay » 

After completing this chapter, readers should have a firm understanding of the importance of diversity 
and inclusion in organizations. Specifically, they should be able to: 

   > explain the meaning of “diversity” in the United States and some considerations us 
meaning of diversity in other areas 

din determining 1 

  

explain differer 

  

s among diversity, equity, and inclusion. 
discuss population demographics and their meaning for workforce and customer diversity. 
discuss differences between individual discrimination and systemic racism and their effects. 

explain ways that organizations that seek to attract, retain, and value diverse applicants, employees, custom 
ers, and clients can do so. 

> 
> Since the 1960s, changing population demographics, anti-discrimination legislation, and changing attitudes 

have considerably increased diversity in many organizations, with more people of all backgrounds being 
represented in various occupations." 

  

> Despite considerable progress in representation (of some groups, in some jobs and organizations), 
significant barriers to diversity and inclusion persist, limiting individuals, organizations, and society.” 

> Individual, organizational, and stakeholder activism, and social movements, such as the Civil Rights, Wom- 
en's, Gay, #Black Lives Matter, and #MeToo Movements, have helped to stimulate significant change.* 

> Working and learning in environments with people who are different can benefit us through intellectual 
engagement, perspective taking, and greater understanding of the implications and benefits of diversity. 
Diversity makes us smarter.*   

* Hsieh, C.T, Hurst, B. Jones, C1, 8 Klenow, P J. (2019). "The Allocation of Talent and US Econon 
Lucas, §. (2013). Just Who Loses?: Discrimination n the United States, Volume 2, Philadelphia: Temple University Press; 

Growth: Econometrica, 87(5): 1439-1474. 
McGhee, H. (2021), The Sum of 

Us: What Racism Costs Everyone and How We Can Prosper Together. New York, NY: One World/Ballantine; Stiglitz, J. (2012). The Price of Inequality. 
London: Penguin UK. 

® Clark, M.D (2019), “White Folks’ Work: Digital Allyship Praxis in the #BlackLivesMattet Movement.” Social Movement Studies, 18(S), 519-534 
Leopold, J Lambert Ju, Ogunyomis I. 8 Bell, M.P, (2020). “The Hashtag Heard Round the World: How #MeToo Did What Laws Diel Not.” Equality, 
Diversity and Inclusion, DOL 10.1 108/EDL-04-2019-0129; Nummi, J. Jennings, Cy & Feagin, J (2019, December) “#BlackLivesMatter: Innovative Black 
Resistance. Sociological Forum, 34: 1042-1064, 

* Philips, K. W. (2014), "How Diversity Makes Us Smarter” Seimtific 

    

        

rican, 3118), 43-47 

    

  

         



  

Chapter 1: Introduction 3 

> Organizations that purposefully address barriers to diversity and inclusion are more successful at achieving 
diversity and inclusion objectives than organizations that place less emphasis on them.> 
  

> The “business case” for diversity is insufficient to motivate organizations to value applicants, employees, and 
customers from all backgrounds, but when they do so, this can benefit organizations in many financial ways. 
  

> Moral and social reasons for organizations to value applicants, employees, and customers from all backgrounds 
are now being openly acknowledged and are shaping decisions of many leaders, customers, stockholders, and 

  

other constituents. 
  

  

Introduction and Overview 

Heightened Focus on Diversity, Equity, and Inclusion 
After decades of individual and organizational efforts with 
limited effectiveness, attention to racial inequity and orga- 
nizations’ role in contributing to injustice or working for 
change significantly increased in 2020. The COVID-19 pa 
demic and disproportionate deaths of African Americans, 
Hispanics, and Native Americans increased awareness of 
racial disparities in access to quality healthcare and paid 
time off for illness (both tied to certain types of employ- 
ment) and the widespread consequences of this lack of 
access. Certain groups’ overrepresentation in jobs 
deemed “essential,” yet otherwise devalued were also ap- 
parent.” Hate crimes against Asian Americans increased 
during the pandemic, because the virus originated in 
Wuhan, China, and was sometimes referred to as the 
“China” “Kung,” or "Wuhan" flu. While wearing masks 
was recommended for everyone by the Centers for Dis- 
‘ease Control, both Asian Americans and African Americans 
wearing masks reported greater experiences with public 
discrimination and harassment than normal, albeit for 
different reasons.* 

    

During the same timeframe, two videotaped homi- 
cides against Black men and one state-sanctioned homi- 
cide of a Black woman were also awakenings to many 
non-Black people about the stark differences in African 
Americans’ everyday experiences and those of other Amer- 
icans. George Floyd's death at the hands of four diverse 
Minnesota policemen and Ahmaud Arbery's death by two 
‘White men who claimed he was suspicious as he jogged in 
Georgia were both videotaped and played repeatedly, Pub- 
lic outrage ultimately led to arrests of the Minnesota police- 
men and the vigilante father and son who killed Arbery, 
who, despite video evidence, had not been arrested for 
more than two months after the homicide.°The fatal shoot- 
ing of Breonna Taylor as she slept by police officers issuing 
@ “no-knock”® warrant in the middle of the night was also 
@ repeated topic of traditional and social media news, con- 
tributing to more individual and collective activism, 

The Black Lives Matter (BLM) Movement, formed in 
2013 after Trayvon Martin was killed, had continued working 
for change and was poised for more success during 2020. 

S Ely, RJ. & Thomas, D, A. (2020). “Getting Serious About Diversity: Enouigh Already with the Business Case." Harvard Business Review, 98(6): 
114-122. 
Childers, N. (2020, November 24),   

rnemanlab org/2020/11/the-moral-case-for-diversty-in-newsrooms-also-makes-good-business-sensel; Kowit,B, (2020, June 23), 
¢ Supremacy and Police Brutality” hepsi 

ls for Racial Justice in America.” hetps/awwrw.cnn.con/2020/06/16/businessat-randall 
2017, May 17).*ATS&'T CEO Doubles Down on Tolerance Is for Coward.” hiepsslivww 

  

Activist History Allows It to Call out W 
-floyd LaMonica, PR. (2020, June 16). "AT&T CEO 

-stephenson-mandate-racial-jusiceindex.html; Shinneman, , 
     

   
bizjournals.com/dallas/news/2017/05/17/att-<eo-doubles-down-on-tolerance-is-for-cowards.html; Togo 
$30 Billion to Help Remedy Racial Wealth Gap.” hutps/www.forbes.convsitesisabeltooh/2020010/08%p-n 

  

racial-wealth-gap/2she1df7Sd4bs94d 
Jordan, M. (2020). "Farmworkers, Mo 
/2020104/02/uscoronavirus-undocunsented-immigeant-farmvvorkers 

  

*DonabueyE, (2020, july 2). 2,120 Hate Incidents Against Asian Americans Reported During Coronavirus Pandemi 
dents-up-racisns Ruiz, N, G., Horowit, J My & Tami C, (2 

Have Experienced Discrimination Amid the COVID-19 Outbreak.” hitpsfiwww.pewsocialtend’s org/202007/0 Vmany-blae 
Jant-asian-american-hate   

they-have experienced -diserimination amid-the-covid-19-outbreak 
* Romo, ¥, (2020, November, 13). "Father and Son Changed with Murder in Ahmaud Arbery Killing 

‘n-ahmaud-arbery-kiling-are-denied-bond 
wves and Police Diseretio 

  

swith-murde   19348621 59)father-and-son-charg 
Bass, S. (2001). "Policing Space, Policing Race: Social Control Imper 

  

  

B, 2019). “To Knock of Not to Knock: No-Knock Warrants and Confrontational Poli 

  A Rip eel a wt cl at 
  

The Moral Argument for Diversity in Newsrooms is Also a Business Argument—and You Need Both,” 

  

rIpsiwww 
‘How Ben & Jerry's 

«corn/2020/06/23/ben-and-jerrys-black-lives-matter george   

  

(2 

  

October 8). "JP Morgan Pledges 
sn pledges-30-billion-to-help-remedy 

  

ly Undocumented, Become Essential” During Pandemic.” The New York Times. heps://www:nytimes.com 
griculture.html 

brepalfwww.cbsnews.convnews 
Many Black and Asian Americans Say They 

  

oly 1). 

  

ce Denied Bond” hutpssflwwsnpriorg/202011 1/13   

ary Decisions.” Socal Justice, 2 
* St Jobn's Law Review, 93: 201-231 
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Like the #MeToo movement, social media strengthened 
the efficacy of BLM, giving voice to countless individuals 
and providing more accurate information on the move- 
ment.” BLM protests included representation and support 
from constituents from all racial, ethnic, age, sex, sexual 
orientation, and gender identity backgrounds. Although 
African Americans were and remain the most supportive of 
the movement, in the month after George Floyd's death, 
most Americans (67%) expressed support for the BLM 
movement, including most White (60%), Black (86%), His- 
panic (77%), and Asian (69%) people.’ These diverse indi- 
viduals, small businesses, corporations, and universities in 
the United States and around the world vocalized their calls 
for change, with many providing significant financial sup- 
port in change efforts. JP Morgan Chase, for example, 
pledged $30 billion to help remedy the long-standing Black- 
White racial wealth gap. The University of California Los An- 
geles (UCLA) provided substantial resources for faculty, 
staff, and students to support racial equity. Randall Ste- 
phenson, then Chief Executive Officer of AT&T, continued 
his vocal support of Black Lives Matter, and called for other 
CEOs to speak up and act against racial injustice, which 
some are now doing." 

Other key successes for diversity and inclusion involv- 
ing sexual orientation and gender identity, Native Ameri- 
cans, and removal of Confederate symbols were obtained 
during that same time of social reckoning. The U.S. Su- 
preme Court ruled that Title Vil's provisions against sex dis- 
crimination included discrimination on the basis of sexual 
orientation and gender identity."* Financial pressure from 
investors resulted in the Washington, D.C., professional 
football team’s owner, Dan Snyder, finally agreeing to 

1 Black Lives Matter, (p.d.). About. Retrieved from hups/fblacklivesmattercom/abouts Leopold, 

change the team’s name from that of a slur against Native 
Americans despite having said it would “never” occur. Af- 
ter decades of similar refusal to change, other sports teams 
and universities also abandoned names associated with 
racist founders or past racist actions, and confederate sym- 
bols were removed in multiple states that had long resisted 
removing them."* In the first seven months after George 
Floyd's death, 167 Confederate symbols in various states 
were removed. Only one had been removed in the five 
months of 2020 before Floyd's death.'° Thus, glaring evi- 
dence of racial disparities provided by the confluence of a 
global pandemic and racialized homicides against Black 
Americans brought attention to and commitment to change 
from diverse individuals and entities. This heightened atten- 
tion helped multiple other groups who had also long been 
working for change. Although these changes are important, 
there is still considerable work to be done at the individual, 
organizational, and societal levels. In addition, significant 
concerns about differences between what organizations 
say in response to overt injustices and do within their own 
walls and with their financial resources remain. 

Persistent Resistance and Conflicting Research 
Despite moral considerations, changes in laws, potential fi- 
nancial benefits for organizations, and many years of dis- 
cussion, discrimination, exclusion, and broad group-based 
disparities in compensation, layoffs, and performance man- 
agement for non-dominant racial, ethnic, gender, physical 
ability, and religious groups also continue. For instance, one 
analysis of research conducted over a 25-year period with 
‘over 55,000 applicants for nearly 30,000 positions showed 
no change in hiring discrimination against Blacks and only a 

  

‘ows Media and The 
Racialization of Protest: An Analysis of Black Lives Matter Article.” Equality, Diersty and Inclusion: Av International Journal, 36(8): 720-735; 
Leopold et al. (2019). 

Lives Matter Moventent.” hesps:/www:pewsocialtrends.org/2020/06/12/amnid-protests-majoities-across-racal 
lack-lives-matter movement! accessed 1/3/2021. By September, support for the movement was at 5 

* Parker, K., Horowitz, |. M, 8 Anderson, M. (2020, June 12). "Amid Protests, Majorties Across Racial and Ethnic Groups Express Support for the Black 
nd-ethnic-groups-express-support-forthe 

overall, and 45%, 87%, 66%, and 69% for        
Whites, Blacks, Hispanics, and Asians “Support for Black Lives Matter Movement Down since June,” hitpsl/www:pewresearch.orgact-tank/2020/09/16 
‘support-forblack-lives-mater-has-decreased-since-june-but-remainsstrong-among-black-americans/ft_2020-09-16_blm_O1/, aecessed 1/10/2021 

© LaMonica, PR. (2020); Mobdin, A. & Swann, G, (2020, July 29),"How George Floyds Death Sparked « Wave of UK Anti-Racist Protests.” hitpsi/ 
www.theguardian.com/uk-news/2020,jul29/george-floyd-death-fuelled-a 
accessed 3/1/2021. 

i-racism-protests-britain; hutps/www:businessroundiablesorslequity, 

'“Totenberg, N. (2020, June 15). “Supreme Court Delivers Major Victory to LGBTQ Employees.” hetpswww.nprorg/2020/06/15/863498848/supreme 
-court-deliversmajor-victory-o-Igbeg 

"© Bead, E (2020, July 4). 
mployees 

  

Opinion: “NEVER. The Anatomy of Washington Team Owner Daniel Snyder's Most Famous Quote." hipps//wwwusatoday.com 
/storylsportvnf202007/04/Wwashington-nfl-team-danicl-snydersfamous-never-quote/5374437002/, aecessed January 3, 2021 Clarke, L. (2020, Jul 2) 
“FedEx Calls on Redskins to Change Name Following Investors’ Demands on Sponsors.” hetps/iwwwsvashingtonpost.comisports!2020/07/02/fedex 

  

redskin-name-changs 
«omv2020/12/1 Sfusdixie-state-name-change html 

1 Kaus, H, (2020, February 24), 
-symbol 020-sple-trnd/index.html, accessed 2/25/2021.     removed 
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dot, N. (2020, December 15). “Dixie State Univesity in Utah Says T's in Need of a N; ne Change.” hupsdiwwwanytines 

‘More than 160 Confederate Symbols Came Down in 2020, SPLC Says." heepsuAwwwnn.conv2021/02/24/uslconfederate 
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slight deciine in discrimination against Latinos."” A larger, measures that committed organizational leaders can take in 
similar study found persistent racial and ethnic employ- _ their pursuit of their goals." 
ment discrimination in nine countries in Europe and North Along with research on tenacious discrimination in hu 
America. There was significant discrimination against non- man resources practices, research on the organizational ben- 
Whites in all countries, with Whites receiving between _ efits of diversity is not unequivocal, despite a great deal of 
25% more to twice as many calls for interviews as non- discussion that says diversity is financially beneficial. Some 
Whites, depending on the country.’ In a Canadian study of studies find that diverse organizations are more profitable or 
20,000 employees in 6,000 firms, for example, researchers productive and have lower employee turnover and higher 
found clear salary advantages for White male immigrants commitment, while others have produced different results, 
‘over other immigrants." ‘Some studies show no difference in key indicators such as 

Persistent discrimination can be attributed to multiple profit, productivity, performance, or employee turnover be- 
factors, including few or no efforts to educate employees tween diverse and homogeneous organizations.2® Type of in- 
about hiring discrimination and how to avoid it (such as dustry and type of “diversity” studied (race, sex, sexual 
structured interviews and blinded resume reviews); lttle to orientation, etc.), diversity climate of the organization, leader 
no managerial or human resources control and monitoring commitment, strategy of the organization, state and local 
that would help identify and alleviate discriminatory prac- legislation, and region of the country are a few of the many 
tices embedded in organizational processes; and inhospita- factors affecting success of diversity efforts. These complex 
ble diversity climates, such that career success and and conflicting findings can cause confusion among individu- 
retention of non-dominant group members are limited.2° als and organizations trying to implement diversity initiatives 
These and other contributors to little or no progress in im- and plans. In addition, covert and overt resistance toward di- 
proving equity for non-dominant group members, and im- versity efforts has slowed, but has not stopped, progress. 
portantly, suggestions to alleviate them, including key Inconsistent research findings and resistance should not be 
factors in organizations’ success in diversity and inclusion _cause for apathy, inertia, or giving up. As will be discussed 
efforts, will be discussed throughout the book. While there throughout the book, despite tenacious barriers, concerted 
is no “one-size-fits-all” blueprint for different organizations efforts of individuals, organizations, and society can improve 
and different contexts, there are specific, demonstrable diversity, equity, and inclusion for the benefit of us all. m 

    

  

Terminology 1 

  

Diversity, equity, and inclusion are frequently us s in diversity-related research, 
organizations, and in the media. As such, this book uses diversity, diversity and inclusion, 
and diversity, equity, and inclusion, to generally refer to related efforts to ensure individu- 
als of all backgrounds are treated as valued applicants, employees, and customers. While 

some research and organizations use slightly different terminology (¢.g., “inclusive 

    
    

  

      

¥ Quillian,L., Pager, D Hexel, O., 8 Midkboen, A. H, (2017). "Meta-Analysis of Field Experiments Shows No Change in Racial Discrimin 
cover Time.” Proceedings of the National Academy of Sciences, 114(41): 10870-0875. 

 Quillan,L., Heath, A, Paget, D., Midtbocn, A. H., Fleischmann, E, & Hexel, 0. (2019). “De Some Countries Discriminate More Than Others? Evidence 
From 97 Field Experiments of Racial Discrimination in Hiring. Sociological Science, 6: 467-496, 

Fitzsimmons, 8, Baga, J 8 Beannen, M, Y. (2020, May’ 7). “Research: The Immigrant Income Gap.” hxpsffhbrory/2020/05/researeh-the immigrant 
income ap 

Ibid. 
21 Ely & Thomas (2020). 
2 For some examples, sce: Jiraporn, Py Potosky, Dy & Lee, §. M. (2019). “Corporate Governance and Lesbian, Gay, Bisexual, and Transgender Supportive 

  n in Hiring   

   

Human Resource Policies from Corporate Social Responsibility, Resource-Based, and Agency Perspectives.” Human Resource Management, $8(3): 317= 
336; Joshi, A., & Rob, H. (2009) “The Role of Context in Work Team Diversity Research: A Meta-Analytic Review.” Academy of Management Journ, 
52(3): $99-627; Richard, O. C, (2000), “Racial Diversity, Business Strategy, and Firm Performance: A Resouree-Based View” Academy of Management 
Journal, 43: 164-178, 

2 Block, M. (2020, October 30). "Agencies, Contractors Suspend Diversity Training to Avoid Violating Trump Order” hups:flwww:aprong/2020/10 
1301929165869/agencies-contractors-suspend-diversity-training-to-avoid-violatingstrump-order, accessed 2/25/2021; Brannon, T. Noy Carter E.R, 
Murdock-Perriera, L.A, & Higginbotham, G. D. (2018). "From Backlash to Inclusion For All: Instity 
Group Lines. Social Issues and Policy Review, 12(1): $790. 
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excellence,” “diversity, racial equity, and inclusion 
all backgrounds are valued and have opportuni 
same. 

In this book, diversity is defined as real or perceived differences among people 
race, ethnicity, sex, age, physical and mental ability, sexual orientation, religion, work 
and family status, weight and appearance, social class, and other identity-based areas 
that affect their experiences, outcomes, and opportunities in organizations and society 
These focal areas encompass differences that are based on power or dominance relations 
among groups, particularly “identity groups,” which are the collectivities people use to 
categorize themselves and others.** Identity groups are often readily apparent to others 
(for example, their members are easily identifiable), sources of strong personal meaning, 
and related to historical disparities among groups in treatment, opportunities, and out- 
comes. In the United States, Black men, women, and children were enslaved and contin- 
ued to be treated as second-class citizens after slavery was ended. Racial identity is an 
important source of pride for many Black people, and thus sometimes well-intentioned 
statements that “I do not see color” may render invisible this important aspect of their 
identity.2* In addition, “color-blind racism” is a unique impediment to diversity efforts.2” 
Identity-based attributes affect interactions and relationships between people while also, 
importantly, affecting people’s experiences, outcomes, and opportunities in organizations 
and society. 

The definition of diversity used in this book includes the terms real and perceived to 
acknowledge the social constructions of many areas of difference. Although many be- 
lieve that race is biological, research indicates that 99.9% of genetic material is shared 

among people of different “races” and the concept of race is socially constructed 28 

”), the focus on ensuring individuals of 
to thrive and contribute remains the 

        

4 

      

    

Misperception: Racial groups are biologically determined. 

Reality: Racial groups are socially constructed, People are biologically the same. 

  

In later chapters, we discuss people's efforts to prove their whiteness, and the 
changes in the U.S. Census Bureau’s definitions of who was and was not White during 
history. Even though it is socially constructed, perceptions of race, beliefs about people 

of different races, and discrimination on the basis of race strongly affect people’s lives in 
and outside of work. Gender is also socially constructed, representing perceptions of 
how males and females should behave rather than strict biological differences between 

  

       
      

     

      Dobbs, M.F, (1996). “Managing Diversity: Lessons from the 
25 (September): 351-368. 

25 Konrad, A. M. (2003). “Defining the Domain of Workplace Diversity Scholarship.” Group and O» 
Management, 28(1): 4-17. 

% Holtzman, L., & Sharpe, L. (2014), Media Messages: What Film, Television, and Popular Music Teach Us About Race, 

ce Sector” Public Personnel Management 
  

  

Class, Gender and Sexwal Orientation, London: Routledge, p. 19. 
® onillaSilva, E, (2006), Ractom without Racists: Colon Blind Racism and the Persistence of Racial Inequality in the 

United States. Lanham, MD: Rowman & Littlefield Publishers. 
* Gannon, M. (2016). "Race isa Social Construct, Scientists Argue.” hutpsliwww.scientficamerican.convarticlelrace-s-a 

1al Human Genome Research Institute, hte! 
8) Committee on Assessing 

Ineractions Among Social, Behavioral, and Genetic Factors in Health (2006). “Sex/Gender, Race/Ethnicity, and Health— 
Genes, Behavior, and the Social Environment—NCBI Bookshelf.” In Hernandez, L. Ma, & Blazer, D. G, (Ed). Genes, Be: 
hhavion and the Social Environment: Moving Beyond the Nature/Nurture Debate, Washington, DC: National Acadersies 
Press (US); Morning, A. (2008), “Ethnic Classification in Global Perspective: A Croxs-National Survey of the 2000 Census 

Round,” Population Research and Policy Review, 27(2): 239-272; Onwuachi-Willig, A, (2016), “Race and Racial Identity 
are Social Constructs.” heps:l/www:nytimes.com/roomfordebate/2015/06/16*how-fluid-is-racial-identity/race-and-racial 

  

social-construct-scientists- argue; Genetics vs. Genomies Fact Sheet      www genome.gov/about-genomics/fact-shects/Genetics-vs-Genomics; Institute of Medicine   

    

   
  

identty-are-social-constructs; Pope-Davis,D. By & Livy W. M, (1998), “The Social Construction of Race: Implications 
for Counselling Psyehology:” Counselling Paychology Quarterly, 11(2}: 151-161 
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the sexes that might cause males and females to behave differently. As with perceived ra- 
cial differences, beliefs about the differences between males and females strongly affect 
the expectations of, experiences of, and opportunities for girls, boys, men, and women in 
families, society, and organizations.2” 

In contrast to the categories of focus in this book, some research has explored diver- 
sity in terms of functional area (e.g., marketing, finance, or accounting), tenure, values, 
and attitudes, as they affect people’s organizational experiences. These categories may 
also be sources of real or perceived differences that affect people's interactions, out- 
comes, and relationships at work. For example, engineering, finance, and accounting 
managers typically earn more and have greater occupational status than human re- 
sources managers. (The former positions are also more likely to be held by men than the 
latter po: yping and segregation of jobs, and their negative consequences for 
women, will be discussed in later chapters.) However, one’s functional area at work is 
not likely to fit the criteria for identity groups—that is, readily apparent, or associated 
with historical disparities in treatment, opportunities, or outcomes in society at large. 
No one can look at a person and determine if they are an accountant or an engineer, and 
people have not experienced societal discrimination because they work in finance or 
higher education. In addition, focusing on broad definitions of diversity such as func- 
tional area can cause organizations that are racially homogeneous to ignore civil rights 
issues that equal opportunity efforts were originally developed to address. 

Social class, referring to one’s “position in the economic system of production, distri 
bution, and consumption of goods and services in industrial societies,”*! meets some of 
the key criteria for inclusion (e.g., having strong personal meaning and stemming from 
or coinciding with significant power differences among groups; in some situations, it is 
also readily apparent or easily guessed). Social class is often measured by education, in- 
come, or wealth, but such measures are inexact. Although the effects of social class are 

not considered in a separate chapter, “practices that exclude, exploit, and limit the po- 
tential of poor and working-class people disproportionately affect women and ethnic 
minorities,” who are covered in individual chapters in this book. For some racial and 
ethnic groups, upward class movement, along with associated benefits, is possible, given 
the right circumstances. For other groups, however, even education and income do not 
insulate them from discriminatory practices and exclusion. For example, regardless of 
their social class, African Americans must often contend with stereotypes about their ed- 
cation, income, work ethic, and morals." Harvard professor Henry Louis Gates was 
arrested after his neighbor called the police as he tried to enter his own home.** For some 
Whites from lower-class backgrounds, racial advantages shape their decision making 
when class solidarity with poor workers of color would seem more logical. Historically, 
deliberate managerial efforts to foster White workers’ perceptions of difference helped 
create division instead of solidarity with other exploited workers occupying similar 

  

   

    

           
    

  

     

  

    

   

    

       

® Britton, D. M. (2000). “The Epistemology of the Gendered Organization.” Gender 6 Society, 1: 418-434; Lorber. 
(2004). "Night to his day’: The Social Construction of Gender” In Rothenberg, P. Race, Class, and Gender in the United 
States: An Integrated Study, 6: 54-65. 
Dover, TL, Kaiser, C. R., & Major, B. (2020). “Mixed Sig 
sues and Policy Review, 14(1): 152-181, 

Bullock, H. E. (2004). “Class Diversity in the Workplace.” In Stockdale, M. 8. & Crosby, FJ. (Eds), The Psychology and 
Management of Workplace Diversity (pp. 221-242), Malden, MA: Blackwell Publishing. 

"Ibid 
Pyke, K. D. (2010), “What Is Internalized Racial Oppression and Why Don't We Study It? Acknowledging Racists 

Hidden Injuries” Sociological Perspectives, $3(4): $51-$72, p. S65. 
* Weaver, M. (2009, uly 20), “Harvard Professor Henry Louis Gates Accuses Police of Racism Over Arrest.” httpsiwww 

  

als: The Unintended Effects of Diversity Initiatives.” Social Is   

    

    

theguardian.com/world/2009}ul/2Vusa-race; Goodnou 
of Bias 

A. (2009, july 20). “Harvard Professor Jailed; Officer Accused 

  

ww York Times, htpsvwna nytimes.com/2008/07/21/us/a gates. tral



  

  

   
   
    

   

                                                

     

   

      

    

    

    

  

     

   
    

     

  

    

    

   

  

introduction, Theoretical Background, end Legislation 

positions in the economic system.’ Along with racial, ethnic, and class relationships, 
class-based differences related to diversity in organizations and their intersections with 
other diversity areas are considered in many chapters (e.g., work and family concerns for 
low-wage workers, and part-time work as underemployment, which are more likely for 
women and minorities). 

Employment discrimination occurs when personal characteristics of applicants and 
workers that are unrelated to productivity are valued in the labor market.** Access 
discrimination occurs when people are denied employment opportunities or “access” to 
jobs because of their group memberships. Treatment discrimination occurs when people 
are employed but are treated unfairly on the job, receiving fewer rewards, resources, or 
opportunities than they should receive based on job-related criteria.%” Both are forms of 
the broader category of employment discrimination. In cases of access or treatment dis- 
crimination, people with similar productive characteristics, such as performance, educa- 
tion, skills, and tenure, have different experiences because of factors such as race, ethnic 
origin, sex, age, physical ability, religion, and immigrant status. In a society that ostensi- 
bly values and rewards hard work, disparities in rewards despite similar productive 
characteristics are red flags.* 

Discrimination limits diversity and harms targets, non-targets, vicarious victims, 
organizations, and society.» A Citigroup study estimated that between 2000 and 2020, 
anti-Black discrimination cost the U.S. economy about $6 trillion, Importantly, the re~ 
port also estimated that if racial gaps between African Americans and Whites were 
closed immediately, the result could be a $5 trillion boost to the U.S. economy in the 
next five years." This economic boost would affect countless people from all 
backgrounds. 

Discrimination can result from intentional and deliberate actions, or it can be the 

unintentional result of organizational practices, such as having monitored 
recruiting, selection, or performance evaluation practices. It may be 
ring between individuals, or institutional, related to differential acc Js, services, 
and opportunities, and not necessarily involving any specific interpersonal encounter:*! 
Regardless of intent o source, the outcome of discrimination is that members of some 
groups are systematically disadvantaged while others are systematically advantaged. 
Systematic advantages for those who do not personally experience discrimination include 
such things as higher wages and persistently lower unemployment due to hiring prefer- 
ences. Systematic disadvantages include such things as chronically lower wages (e.g.. the 
wage gap for women) or chronically higher unemployment (e.g., for African Americans 
and people with disabilities), even with similar productive characteristics), and a host of 
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    other negative individual, organizational, and societal consequences. As noted by re- 
search, discrimination harms both those targeted and those not targeted, even though 
there may be wage and employment advantages for members of preferred groups. Diver- 
sity and inclusion is not a zero-sum game, and discrimination harms us all." 

  

Misperception: Discrimination harms only its targets. 

Reality: Discrimination harms those targeted, as well as those not targeted 

Along with efforts to avoid discrimination and ensure that employees are diverse, 
efforts to ensure employees are also included and able to fully contribute are critical.!? 
Inclusion is the degree to which “different voices of a diverse workforce are respected 
and heard.”*" In inclusive organizations, employees perceive they are valued, including 
their unique attributes, and belong.*S Readers may know of organizations that are quite 
“diverse,” having employees from various backgrounds without being at all inclusive. 
Unrelated to their productivity or skills, members of certain groups may be clustered into 
certain types of jobs (e.g., call centers, security guards), while others may occupy more 
prestigious positions, even in organizations that are diverse by the numbers. In inclusive 
organizational cultures, all employees feel as though they are accepted, belong, contrib- 
ute to decision-making processes, and have opportunities to succeed and thrive, in vari- 
‘ous roles.46 Throughout this book, “valuing diversity” refers to diversity and inclusion. 

Structural or systemic racism refers to the ways in which societies foster racial d 
crimination through mutually reinforcing systems. These systems include public policies, 
institutional practices, cultural representations, and other norms that work in reinfore- 

ing ways to perpetuate group inequity. Included in these systems are discrimination in 
areas such as education, employment, healthcare, and criminal justice, among others, 
and discriminatory practices that reinforce discriminatory beliefs, values, and distribu- 
tion of resources.“” As will be discussed in later chapters, this discrimination results in 
disparities across groups in areas such as quality of education, grades, and school reten- 
tion and completion rates; employment, earnings, and participation rates; health, health- 
care and mortality rates; arrests conv and sentencing; and, countless other 
areas.** Structural racism and systematic advantages and disadvantages for different ra- 
cial, ethnic, gender, and age groups are in contrast to widespread belief that hard work is 
equally rewarded and people “get” what they earn. The myth of meritocracy is the idea 
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that societal resources are distributed exclusively or primarily on the basis of individual 
merit. Instead, systems that have little to do with individuals’ efforts affect where they 
live, the quality of education they receive, their health, access to healthcare, longevity, 
and myriad other factors. As brief examples, institutionalized residential segregation and 
environmental racism negatively affect many African Americans’ and L: quality of 
life, education, and health. 

In this book, when referring to the U.S. population, the following expressions are 
used somewhat interchangeably: sex/gender; Blacks/African Americans; Hispanics/ 
Latinos/Latinx; Asians/Asian Americans/Asians and Pacific Islanders; Native Americans/ 

American Indians; and Whites/Anglos/European Americans.*? Although the linked terms 
are not exactly the same (e.g. sex is biological while gender is socially constructed,” 
and not all Black people consider themselves African American), the terms are widely 
recognized, their meanings are generally well understood, and they are viewed as inter- 
changeable by relevant group members.*! Even so, there are important differences 
among them. Indeed, some scholars have argued persuasively that the ambiguity and flu- 
idity of terminology render “race” and “ethnicity” almost meaningless.>2 Some research- 
ers go so far as to use quotation marks at any mention of the word race to indicate its 
lack of true meaning, despite its real consequences in people’s lives. 

Like gender, “race is socially constructed to denote boundaries between the powerful 
and less powerful” and is often defined by the more powerful group..? In the United 
States, these social constructions are affected by and reflect the changes in terminology 
used by the Census Bureau over the years and in court rulings about who was or was 
not a member of the most powerful group—Whites. Latinos may be of any race, and 
people may be of more than one racial or ethnic background, which adds to the com- 
plexity of understanding race and what it means. Recently, increasing numbers of Whites 
self-identify as Latino compared to in the past, and vice versa, further suggestive of the 

social construction of race. There are also substantial differences in the diversity-related 
experiences of Latinos who are of Colombian, Dominican, Mexican, Nicaraguan, and 
Puerto Rican origin, with skin color within country of origin also playing a role.’ In ad- 
dition, Hispanics are included as “people of color,” but researchers have found that in- 

tead of skin color, observers judge whether Hispanics are “minority enough” based on 
Spanish fluency.S® 

BIPOCis an acronym used to describe Black, indigenous, and people of color: 
This acronym was identified as early as a 2013 tweet, and during 2020 began being used 
with increasing frequency. Like the term “people of colo,” an older term which covet 
the same groups, BIPOC is imprecise and includes groups with similarities and differ- 
ences. For example, while all “people of color” are subject to discrimination and 
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stereotyping, their experiences with them differ. As much as possible, this book refers to 
experiences of and research and data about specific groups. 

Ethnicity refers to a shared national origin or a shared cultural heritage. Thus, “Hi 
panic” is an ethnic description, although it is often treated as a racial one.** “Asian” is 
another ambiguous term. Is it an ethnicity, since ethnicity refers to a shared national o1 
gin, or is it a race, as the term is often used and understood? As with differences among 
Hispanics, there are considerable differences among Asians who are from Korea and. 
those from India or Vietnam, and among Black Americans, South African Blacks, and 
those from the West Indies. These and other contextual complexities related to race, eth- 
nicity, sex, and gender and their effects on individuals in organizations will be explored 
in later chapters. 

Instead of the terms majority and minority, which reflect population size, the terms 
dominant and non-dominant or marginalized are more accurate, as they distinguish be- 
tween more powerful and less powerful groups and acknowledge the importance of 
power in access to and control of resources. Powerful groups control more resources and 
are “dominant,” regardless of whether they are more numerous (such as Whites in South 
Africa and men in the United States). Dominant groups make, interpret, and enforce laws 
and other regulations that affect and control the life chances and opportunities of those 
who are non-dominant. For example, the U.S. criminal justice system, police forces, the 
USS. Supreme Court, Congress, Senate, and the office of the President, who make, inter- 
pret, and enforce laws and Executive Orders, currently are and have historically been 
dominated by White men, which is similar to political and legal systems in many other 
parts of the world. Although many of the distinctions and terminology discussed are 

U.S.-centric, the idea of dominant and non-dominant or marginalized groups is not. 
Having defined diversity as real or perceived differences among people in race, eth- 

nicity, sex, age, physical and mental ability, sexual orientation, religion, work and family 
status, weight and appearance, social class and other identity-based areas that affect 
their experiences, outcomes, and opportunities in organizations and society and inclu- 
sion as the degree to which different voices of a diverse workforce are respected and 
heard, it is now important to discuss equity. Equity refers to the distribution and provi- 
sion of resources to achieve a fair or just outcome. Where there is a history of discrimi- 
nation, for example, equity could mean providing special resources and support to help 
remedy or alleviate disparities. Equity secks to identify and provide the type and amount 
of resources and efforts to achieve a just outcome.*” Equity is often erroneously used in- 
terchangeably with equality, which means the same, or exact, distribution and provision 

of resources. Where there is a history of discrimination and resulting d n out- 
comes, equality of distribution is unlikely to result in equity of outcomes. In an organi- 
zation pursuing diversity, equity, and inclusion, people of different groups would be 
well-represented and would feel valued, respected, and heard. Where disparities or previ- 
ous discrimination existed, those affected would receive focused attention and support 
to increase equity. This support would vary by the type of inequity or disparity but 
could include such things as targeted recruitment at particular schools, mentoring or 
leadership programs, blinded interviews, salary adjustments, or myriad other actions to 
reduce the cause and continued influence of the disparity. 

Muth of the research discussed in this book refers only to diversity or diversity- 
related practices, or diversity and inclusion, without specifically mentioning or measur- 
ing equity. As mentioned earlier, this book emphasizes ensuring individuals of all 
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backgrounds are valued and have opportunities to succeed, regardless of the specific ter- 
minology used. 

  

Multiple Group Memberships, Intersectionality, and Permeability l 
of (Some) Boundaries 

People’s group memberships affect their outcomes, opportunities, and experiences in so- 
ciety and in organizations. Employment, compensation, advancement, retention, partici- 
pation, and organizational competitiveness are a few of the outcomes that are related to 
people’s demographic background. In the United States, those who are White, men, and 
do not have a disability generally earn higher wages and have higher organizational sta- 
tus than minorities, women, or people with disabilities. However, the categories of race, 
ethnicity, sex, age, physical ability, sexual orientation, and religion are not mutually ex 
clusive. Further, intersectionality refers to the connected nature of various social identi- 
ties, such as race, gender, and class, and potential for overlapping and interconnected 
systems of discrimination based on those identities.® In intersectionality, the combina 
tions of oppressions uniquely shape individuals’ outcomes, opportunities, and expe 
ences in organizations and society.*! Law professor Kimberlé Crenshaw conceptualized 

ionality in response to the U.S. court system’s unwillingness to consider the mul- 
tidimensionality of Black women’s experiences resulting from the combination of race 
and sex discrimination. This combination is a complex and non-additive phenomenon, 
greater than the sum of the two. As discussed in other chapters, racialized sexual harass- 
ment, in which women are targeted because of their race or ethnicity and sex, uniquely 
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affects women of color, because of racial and sexual hostility.®® Many scholars have in- 
vestigated other intersections (such as, race, sex, and sexual orientation; race, sex, and 
disability) and acknowledge different experiences for different combinations for differ- 
ent people. 

Along with the intersections of multiple group memberships, some of the categories 
are immutable, but others are not and may change over one’s lifetime. People may be 
born with or acquire disabilities, and everyone ages. And, a person may be a member of 
the majority or dominant group in one area but not in another; for example, White and 
female or male and Black. 

Although data clearly show that members of some groups face more systemic barr 
ers and individual acts of discrimination, this book stresses the value of diversity and in- 
clusion for everyone. Roosevelt Thomas, a pioneer in diversity work, proposed that 
“managing diversity is a comprehensive managerial process for developing an environ- 
ment that works for all employees.”* While diversity and inclusion efforts should in- 
clude all employees, data show that membership in some groups or that some 
combinations of memberships consistently have more negative ramifications for 
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